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ARTICLE 1 - STATEMENT OF PURPOSE 
Agreed to and to be in effect between the City of Medford, Oregon, hereinafter called the "City," and Teamsters Local 
Union No. 223, of Portland, Oregon, hereinafter called the "Union,” made and entered into for the purpose of fixing the 
wage scale, schedule of hours and conditions of employment affecting members of the bargaining unit. 
 
The purpose of the Agreement is to set forth the full and complete agreement between the parties on matters relating 
to employment relations. 

ARTICLE 2 - RECOGNITION 
2.1 Recognition - The City recognizes Teamsters Local Union No. 223the Union as the exclusive bargaining 

agent for all non-excluded employees in covered classifications in the Public Works Department.  Classifications in the 
bargaining unit include Auto Service Worker, Fleet Services Coordinator, Fleet Services Mechanic and Fleet Services 
Mechanic, Senior. 
 

2.2 Excluded Employees - Part-time, temporary, supervisory, and confidential employees are excluded from the 

bargaining unit.  Part-time employees are those who work less than forty (40) hours per week.  Temporary employees 
are those who are hired for a limited period of time not to exceed six (6) consecutive months from date of employment 
in a twelve (12) month period. 
 

2.3 New Classifications - The City has the exclusive right to develop new classifications within the current 

organizational scope of this bargaining unit and adopt wage scales for those classifications.  The City shall forward the 
new position classification specification and hourly wage schedule to the Union for its review.  If the Union disagrees 
with the proposed wage scale for this new classification, the Union may reopen this Agreement for negotiations of only 
that new hourly wage scale for that new classification under the scope of this Agreement. 

ARTICLE 3 - NON-DISCRIMINATION 
3.1 Rights of Employees - Employees shall have the right to form, join, and participate in the activities of 

employee organizations of their own choosing, for the purpose of representation in matters of employment relations.  
No employee shall be interfered with, intimidated, restrained, coerced, or discriminated against by the City or the Union 
because of the exercise of rights. 
 

3.2 Non-Discrimination - The provisions of this Agreement shall be applied equally to all employees of the 

bargaining unit without discrimination as to race, color, creed, national origin, age, sex, religion, mental or physical 
disability, union affiliation, political affiliation, or any other classes protected by Federal or State law.  Any claim which 
is subject to review by EEOC or other regulatory agency shall not be arbitrable. 
 

3.3 Reference to Gender - All reference to employees in this Agreement designates both sexes; and whenever 

only one gender is used, it shall be construed to include male and female employees. 

ARTICLE 4 - RIGHTS OF CITY 
4.1 Management Rights -  In addition to rights specified elsewhere in this Agreement, the City shall have all 

legal and customary management rights including, but not limited to, the exclusive right to determine the mission of its 
constituent departments and divisions, boards and commissions; set standards, types and frequency of services; 
exercise complete control and discretion over its organization, operations, and the technology of performing its work; 
determine the procedures and standards of selection for employment and promotion; direct and supervise employees; 
take disciplinary actions; relieve employees from duty consistent with Articles 17, 18, and 19; establish and administer 
the fiscal budget; evaluate employee performance; determine the content of job classifications; assume all necessary 
actions to carry out its mission in emergencies and other situations of unusual or temporary circumstances; take all 
reasonable action necessary to assist employees in their career development through special training assignments; 
maintain the efficiency of its operation and determine the means, methods, and personnel by which such operations 
are to be conducted. 
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4.2 Assignment of Employees - The City reserves the right to determine the number of employees required at 

any specific location and in any specific job classification provided in this labor Agreement. 
 

4.3 Duties Not Provided - The City is not subject to any duties not expressly provided for in this contract. 

ARTICLE 5 - COMMUNITY PROTECTION CLAUSE 
5.1 Strikes Prohibited - The Union and its members, as individuals or as a group, will not initiate, cause, permit, 

or participate or join in any strike, work stoppage, or slowdown, picketing, or any other restriction of work, at any location 
in the City during the term of this contract.  Employees in the bargaining unit, while acting in the course of their 
employment, shall not honor any picket line established in the City by the Union or by any other labor organization 
when called upon to cross picket lines in the line of duty.  Disciplinary action, including discharge, may be taken by the 
City against any employee or employees engaged in a violation of this Article.  Such disciplinary action may be 
undertaken selectively at the option of the City and shall not preclude or restrict recourse to any other remedies, 
including an action for damages, which may be available to the City. 
 

5.2 Union Agrees -  In the event of a strike, work stoppage, slowdown, picketing, observance of a picket line, or 

other restriction of work in any form either on the basis of individual choice or collective employee conduct, the Union 
will immediately, upon notification, attempt to secure an immediate orderly return to work. 
 

5.3 Lockouts Prohibited - There will be no lockout of employees covered by this Agreement as a consequence 

of any dispute which may arise during the term of this Agreement. 

ARTICLE 6 - UNION SECURITY AND BUSINESS 
6.1 Dues Check-Off - On the first pay period of each month, the City shall deduct from the wages of employees 

in the bargaining unit who are members of the Union and who have requested such deductions in an amount equal to 
Union dues.  This deduction shall begin on the first payroll period following such authorization and shall continue from 
month to month for the life of this Agreement. 
 

6.2 Dues Definition - The term "dues" as collected from each member of the bargaining unit shall not include 

any fine, assessment, contribution or other form of payment or payroll deduction required or established by or from 
Teamsters Union members except as otherwise provided in this agreement.  Initiation fees are considered dues. 
 

6.3 Notification of New Hires - The City will notify the Union monthly of all new hires and will furnish the Union 

with the employee’s name, classification, social security number, and date of employment.  During the life of this 
contract, the Union will notify the City monthly of individuals who have become members of the Union. 
 

6.4 Bulletin Boards - The City agrees to furnish a bulletin board in the work or assembly area for use by the 

Union.  The Union shall limit its postings of notices and bulletins, on City premises, to this bulletin board.  Such notices 
and bulletins so posted by the Union will be dated and signed with functional title by the responsible Union 
representative. 
 

6.5 Right of Use of City Facilities to Hold Union Meetings - The City shall allow the Union to use meeting 

facilities at the service center facility, or other practicable facilities, for Union meetings when scheduling such meetings 
is a feasible matter within facility scheduling demands and availability.  General membership meetings shall not be 
scheduled during the normal work shift of any employee covered by this agreement unless approved in advance by 
the City. 
 

6.6 Right of Access by Union - The Union will have reasonable rights to contact bargaining unit employees on 

City work sites of this bargaining unit.  The Union will notify the Deputy Public Works Director or his designee in advance 
of the intent to make such contact.  The Union will minimize in good faith interference with City work in such contacts. 
 

6.7 Collective Bargaining Activities - When mutually agreed on, collective bargaining activities may occur 

during regularly scheduled working hours.  Members of the Union bargaining team shall be allowed time off with pay 
for that purpose while at the bargaining table.  The number of team members who may be allowed time off with pay 
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shall not exceed one (1) member.  The Union will identify the designated representative to the City in writing at least 
ten (10) days in advance of the commencement of negotiations. 
 

6.8 Steward Not to Solicit Grievances - The City agrees to allow time without loss of pay for the member who 

is designated Union steward for this bargaining unit for the purpose of handling and processing grievances.  The 
steward will attempt in good faith to schedule these activities so as not to interfere with the departmental operations or 
staffing levels.  The employee using on-duty time for the purposes stated herein shall obtain approval from their 
immediate supervisor prior to such use of time.  During working hours, Union members and the steward shall not solicit 
or carry on other business of the Union, except that the steward may deal with grievances under the conditions set 
forth above. 
 

6.9 Limit Activities - The Union agrees its members will not solicit membership or carry on Union activities during 

work hours, except as, and if specifically provided in this Agreement or specifically approved by management. 
 
This provision shall not bar the Union from briefly visiting with Union members as provided within this article. 
 

6.10 Hold Harmless - The Union shall indemnify, defend, and hold the City harmless against any and all claims, 

demands, suits, or other forms of liability that may arise by reason of action taken or not taken by the City for the 
purpose of complying with any provision of this Article. 

ARTICLE 7 - COMPENSATION 
7.1 Wage Schedule - Employees shall be compensated in accordance with the salary schedule set forth in 

Appendix A. 
 
Employees qualify for step increases based on date of hire.  Advancement between salary steps 1 through 6 is 
dependent upon one (1) year of service less any time spent on leave without pay at each step, provided employee 
meets standards at the time of their annual review.  The annual review is not subject to the grievance procedure.  In 
the event an employee does not meet the standards, the employee will be subject to bi-monthly reviews and will be 
eligible for a step increase once the employee meets standards.  
 
 July 1, 2020 - 2.75% 
 July 1, 2021 - 2.75% 
 July 1, 2022 - 2.75% 
  

7.2 Out of Class Pay Differential - The City shall have the option to utilize an employee covered by this 

Agreement for duties above the level of their regular position classification.  Any employee assigned and fully 
performing the duties of a higher classification shall be paid a five (5) percent higher salary differential for hours worked 
in such classification.  Under abnormal circumstances, an employee may be assigned the duties of a position more 
than one grade higher than the classification occupied by the employee.  In no case shall the total differential paid 
under this section exceed ten (10) percent of the employee’s regular salary rate. 
 

7.3 Pay Periods - Employees shall be paid on a twice a month basis.  In the event a regularly scheduled pay date 

falls on a Saturday, Sunday, or a holiday, the last preceding workday of the Finance Department shall be the regular 
pay date.    
 

7.4 Overtime -  All full-time employees shall be paid at time and one-half for work in excess of 40 worked hours 

per week or eight (8) hours per workday or ten (10) hours if the employee is working a 4/10 scheduled workweek.  A 
week encompasses Sunday through the following Saturday. 
 

A. It is recognized that it is a management right to require overtime. 
 

B. Employees required to work overtime will be given as much advance notice as is reasonably practical 
under the circumstances. 

 
C. In the event overtime scheduled for a day is canceled by the City before the time fixed for its 

commencement, employees shall not be entitled to any pay for the canceled overtime period. 
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D. In no event shall an employee receive compensation twice for the same hours. 
 
E. The City shall make an effort to ensure that overtime assignments shall be equitably distributed, 

provided that the employees affected are qualified to perform the work assigned. 
 

7.5 Call-Back Time - Employees called back to work shall receive overtime pay for the work for which they are 

called back, and if called back shall be credited with not less than three (3) hours in any event at the overtime rate.  
This section does not apply to scheduled overtime, call-back time annexed to the beginning of the work shift or hold-
over times annexed to the end of the work shift or workday.  If at the end of their shift, the employee has departed from 
the City’s premises before being called back, the same shall not be considered a hold-over time but shall be 
compensated as call-back under this section. 
 

7.6 Commercial Driver’s License - Employees hired or promoted after July 1, 2007 shall possess, within six 

(6) months of hire date, and maintain as a condition of employment, an Oregon Commercial Driver’s License (CDL) 
with air brake, tanker, and dual endorsements. 
 
The City will pay the cost of any physical exam and/or drug test for an employee required by the City to maintain an 
Oregon Department of Transportation Commercial Driver’s License. Physical examinations and drug tests are to be 
administered by City-specified medical providers. 
 
An employee may use work time to take a CDL examination and driving practice, but study shall be done on the 
employee’s own time. 
 
The Fleet Services Coordinator is not required to obtain a Commercial Driver’s License.  
 

7.7 Training Time - The City shall consider all required training time as “hours worked” for purposes of 

compensation. If a training location is outside Jackson County, travel time to and from the training location shall be 
considered “hours worked”.  It is understood that the City may change an employee’s work schedule to accommodate 
training.  Employees who voluntarily choose to attend City sponsored, non-work related informational meetings during 
their lunch period do so without compensation. 
 

7.8 Deferred Compensation - Employees shall be allowed to participate through payroll deductions in the ICMA-

RC deferred compensation program offered through the City. 
 

7.9 Compensatory Time - Employees assigned by management to work overtime may, in lieu of overtime pay, 

accumulate compensatory time at the rate of one and one-half (1½ ) times the hours actually worked.  Documentation 
and use of compensatory time hours shall be controlled by this section as follows: 
 

A. Maximum Accumulation.  An employee may accrue up to 64 compensatory hours at any one time.  If  
an employee has accrued 64 hours of compensatory time, they will not be permitted to accrue 
additional compensatory time in lieu of overtime, and shall be compensated at the rate of one and one-
half (1½) times the employee’s regular rate of pay for all hours of overtime worked. 

 
B. Use of Compensatory Time Hours.  An employee shall be permitted to use compensatory time hours 

during the year, subject to the following limitations: 
 

1. Use of compensatory time may be denied if an employee’s use of compensatory time off would 
unduly disrupt the operations of the department. 
 

2. Requests for compensatory time off that are not received before noon on the day before the 
time off is sought may be denied at the discretion of the employee’s supervisor, and such 
denial shall not be subject to the grievance procedure. 

 
C. Compensatory Time Payoff.  At the request of an employee, the City shall pay off compensatory time 

at the employee’s regular rate of pay (base salary plus salary differentials) as part of a regular 
paycheck, provided the employee requests a pay-off of at least 20 hours, and provides 15 working 
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days’ notice.  At the end of the fiscal year, at the discretion of the City, compensatory time may be paid 
off at the employee’s regular rate of pay (base salary plus salary differentials). 

 

7.10 Medical Savings Account - The City shall contribute one and two-tenths percent (1.2%) of an employee’s 

gross salary to each employee’s account to each employee’s account under the Voluntary Employee Beneficiary 
Association Medical Expense Plan for Public Employees in the Northwest (commonly known as the HRA VEBA Trust) 
under Section 501 (c)(9) of the Internal Revenue Code.  In addition, the City shall contribute one and three-tenths 
percent (1.3%) until June 30, 2023. 
 

ARTICLE 8 - HOURS OF WORK 
8.1 Basic Work Week - The City recognizes the basic work week to be 40 hours of five consecutive eight (8) 

hour days including rest periods but excluding meal periods followed by two (2) consecutive days off or four (4) 
consecutive ten (10) hour days including rest periods but excluding meal periods followed by three (3) consecutive 
days off.  A week runs from Sunday to the following Saturday inclusive.  
 

8.2 Meal Periods - All employees shall be granted a meal period during each work shift.  Meal periods shall not 

be paid but shall be in addition to the hours of service comprising the work day.  A meal period shall consist of a 
minimum of one-half (l/2) hour and may be taken at a location of the employee's choice, providing that the total time 
away from the job does not exceed the time allowed.  City vehicles may not be used as transportation unless incidental 
to authorized travel. 
 

8.3 Rest Periods - A rest period of 15 minutes shall be permitted all employees during each half shift.  Periods 

shall be scheduled by the City in accordance with operating requirements and each employee's duties.  Said rest period 
may be taken at a location of the employee's choice providing that the total time taken away from the job or work station 
does not exceed the rest period time.  City vehicles may not be used as transportation unless incidental to authorized 
travel. 
 

8.4 Employee Personal Clean-Up Time - 15 minutes of clean-up time at the end of an employee’s shift shall 

be permitted and as considered hours worked. The Fleet Services Coordinator is excluded from this provision.  
 

8.5 Employee Must Give Advance Notice of Lateness or Absence - When an employee is going to be late 

or absent from work, they shall give notice as far in advance as possible in accordance with departmental policy. 
 

8.6 Work Shift - Each employee shall be scheduled to work on a regular shift, and each employee shall have 

regular starting and quitting times. 
 

8.7 Work Schedules - It is understood that the wage schedule in this agreement is in full consideration of working 

shifts as may be assigned by the City. Affected employees shall be notified of scheduled shift changes at least seven 
(7) days prior to the effective date of the new shift except when extenuating circumstances make such prior notice 
impractical, or when the affected employees volunteer to accept shorter notice. 
 

8.8 Three-Day Absence Amounts to a Quit - An employee absent from work for more than three (3) working 

days and who has not been granted a leave of absence by the City for that period, or who has not presented satisfactory 
evidence showing they were unable to work, shall be deemed to have quit and will be subject to termination. 

ARTICLE 9 - VACATION LEAVE 
9.1 Eligibility - Full-time employees shall be eligible for annual vacation time with pay, which shall accrue in 

accordance with this Section. 
 

A. Date of Hire to 60 Months Service.  Full-time employees shall accrue vacation time at the rate 4.33 
hours per pay period or 104 hours per year. 

 
B. After 60 Months Service.  For full-time employees with more than 60 months and less than 120 months 

of continuous service, vacation time shall accrue at the rate of 5.5 hours per pay period or 108 hours 
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per year.  
 
C. After 120 Months Service.  For full-time employees with more than 120 months and less than 180 

months of continuous service, vacation time shall accrue at the rate of 6.5 hours per pay period hours 
of vacation per pay period or 156 hours per year. 

 
D. After 180 Months Service.  For full-time employees with more than 180 months and less than 240 

months of continuous service, vacation time shall accrue at the rate of 7.67 hours per pay period or 
184 hours per year.  

 
E. After 240 Months Service.  For full-time employees with more than 240 months of continuous service, 

vacation time shall accrue at the rate of 9 hours per pay period or 216 hours per year. 
 
For purposes of this section, a break in continuous service shall be defined as occurring if an employee has unpaid 
leave in excess of 15 consecutive calendar days, and such absence shall be deducted from the service date of the 
employee.  Time spent by an employee on military leave, sick leave resulting from an injury incurred in the course of 
employment, FMLA/OFLA leave whether paid or unpaid, and paid time off shall not be considered as a break in service.  
Time spent on other types of authorized leave shall not be counted as part of continuous service, provided the 
employees returning from such leave and employees on laid off status, shall be entitled to credit for service prior to the 
leave or layoff. 
 

9.2 Maximum Vacation Credit - The maximum vacation credit that may be accumulated by an employee at 

any time is two (2) years vacation credits at the rate attributable to his class under Subsections A through E of Section 
9.1.  When the maximum accumulation is thus accrued, no further credits will accrue until, and to the extent that, use 
of the credits reduces the accumulation below the employee’s maximum.  The City shall notify each employee at the 
time of the first wage payment date each month of the amount of vacation time accrued by said employee.  No payment 
shall be made for vacation time lost by an employee because of accrual limitation, unless the failure to take vacation 
is caused by the City’s insistence that the employee be at work during a vacation period already scheduled. 
 

9.3 Split Vacation Schedules - Employees shall be permitted to request vacation on a split basis.  Vacation 

times for the employees shall be scheduled by the City based on the City's judgment as to the needs of efficient 
operation, the availability of vacation relief, and the City's right to so arrange scheduling that each employee has an 
opportunity, if the employee chooses, to use at some time during the calendar year, the full amount of vacation credit 
which the employee could accumulate in 12 months of continuous service.  Subject to the foregoing, the employee 
shall have the right to determine vacation times.  Vacation times shall be selected on the basis of seniority.  For the 
purpose of selecting vacation time only, seniority shall mean seniority within this bargaining unit.  Conflicting requests 
for the same vacation time shall be resolved on the basis of seniority, but an employee shall be permitted to exercise 
the right of seniority only once annually. The supervisor shall act upon vacation requests without unreasonable delay 
but no later than ten (10) working days after the vacation request is made. 
 

9.4 Vacation Credits at Termination - In the event of termination of an employee the employee shall be entitled 

to payment for accrued vacation leave.  In the event of death, earned but unused vacation shall be paid in the same 
manner as salary. 
 

9.5 Vacation Cash Out – An employee may request to sell back to the City a maximum of 80 hours vacation 

leave per fiscal year. Three (3) sellback requests can be made each year, up to the 80 hour total annual limit, and the 
employee must have at least 40 hours accrued vacation leave remaining after any sellback. Payment for hours cashed 
out under this section shall be at base pay exclusive of differentials and will be paid on the regular pay check provided 
that the employee gives at least three (3) weeks' written notice to the Human Resources Department of the employee’s 
wish to exercise a sellback option and the requested payday for the cash out. 
 

9.6 Leave of Absence Without Pay - Vacation leave for the pay period shall not be accrued if the employee is 

on a leave of absence without pay equal to eight (8) or more hours. 
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ARTICLE 10 - HOLIDAYS 
10.1 Holidays - A holiday is defined as eight (8) paid hours.  The following will be paid holidays: 

 
 New Year's Day   Labor Day 
 Martin Luther King Day  Thanksgiving Day  

Presidents' Day   Day after Thanksgiving 
 Memorial Day   Christmas Day 
 Independence Day   
  
Whenever a holiday shall fall on Saturday, the preceding Friday shall be observed as a holiday.  Whenever a holiday 
shall fall on a Sunday, the succeeding Monday shall be observed as the holiday.  If an employee is on authorized 
vacation or sick leave when a holiday occurs, such holiday shall not be charged against such leave.  Employees shall 
not be paid for any holiday time for which they receive worker's compensation time loss pay. 

10.2 Holiday Work - If an employee is required to work on any of the holidays listed above, the employee shall 

receive, in addition to the regular pay, compensation for all hours worked at one and one-half (1½) times the rate of 
pay for the day worked. 

ARTICLE 11 - SICK LEAVE 
11.1 Accrued Sick Leave - Accrued sick leave shall be earned for the purposes stated herein by each employee 

at the rate of four (4) hours for each full pay-period of service commencing with the date of employment.  Sick leave 
for the pay-period shall not be accrued if the employee is on a leave of absence without pay equal to eight (8) or more 
hours. 
 
Sick leave may be accumulated to a total maximum of 960 hours.  Sick leave in excess of 960 hours may be accrued 
and used but any excess remaining on June 30th each year shall be cashed out at 50% of each employee’s base 
wages and placed in the employee’s HRA VEBA trust account the first pay period in July. 
 
Upon retirement of an employee, sick leave in excess of 520 hours shall be cashed out at 50% of the employee’s base 
wages and said payment to be deposited in the employee’s HRA VEBA trust account.  All remaining hours shall be 
reported to the Oregon Public Employees Retirement System (PERS) as unused accumulated sick leave for purposes 
of calculating service credit for retirement benefit purposes. 
 
An employee who terminates employment with the City for reasons other than retirement shall be entitled to no cash 
compensation or HRA VEBA payment for unused sick leave except that all remaining hours shall be reported to the 
Oregon Public Service Retirement Plan (OPSRP) as unused accumulated sick leave.  
 

11.2 Definitions - For Article 11, the following definitions shall apply: 

 
“Spouse” means a husband or wife as defined or recognized under Oregon law. Or a same-sex domestic 
partner who has completed an Affidavit of Marriage or Domestic Partnership. 

 
“Child” means a biological, adopted, or foster child; stepchild; legal ward; individual who has or had the 
employee standing in loco parentis; and same-sex domestic partner’s child. Child may be an adult or a minor. 

 
 “Parent” means biological, adoptive, foster or stepparent; an individual who stands or stood in loco parentis 
to an employee when the employee was a minor; parent-in-law, and parent of the same-sex domestic partner. 

 
“Grandparent” means the biological, adoptive or foster grandparent. 

 
“Grandchild” means the biological, adopted, foster, or stepchild of the child of an employee or the employee’s 
spouse. 

 
“Parent-in-Law” means the “parent” of the employee’s spouse 

 
“Sibling” means biological, adopted, or foster brother or sister of the employee. 
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11.3 Statutory Leave – Unpaid - Unpaid leave is granted in accordance with the Federal Family and Medical 

Leave Act (FMLA) and the Oregon Family Leave Act (OFLA) for certain purposes.  See Family and Medical Leave 
Policy, Administrative Regulation 94-6 as revised.  
 

11.4  Utilization for Illness or Injury - Employees may use sick leave for an illness or injury of the employee, 

spouse, or child.  
 

In cases where an employee is unable to provide advance notice of the need for sick leave usage by completion of a 
leave request form, the employee must complete the leave request form on the day they return to work. 
 
Sick leave may be used during periods that the employee is under an enforced quarantine in accordance with 
community health regulations, or restricted due to exposure to a contagious disease in accordance with a doctor’s 
order. 
 
Medical, Dental or Vision Appointments - Sick leave may also be used for annual or routine medical/dental/vision 
appointments that are scheduled at least 24 hours in advance for the employee, spouse or child.  If an employee 
does not complete a sick leave request form at least 24 hours in advance of the need for the absence, the employee 
shall not be eligible to utilize accrued sick leave.  However, the employee may use other accrued leave for the 
absence.  Department supervisors may authorize the use of sick leave with less than 24 hours’ notice to 
accommodate a change in a previously approved appointment provided department needs are not affected. 
 
Notification Requirements – In the event of illness or injury, the employee shall notify their immediate supervisor in 
accordance with Section 8.5 unless able to do so because of the serious nature of the injury or illness. 
 
An employee who is unable to complete the regularly scheduled shift due to illness or injury shall, prior to leaving work, 
notify their immediate supervisor, on-duty supervisor, or other departmental supervisor. 
 
Healthcare Provider Certification - The City may require a healthcare provider’s fitness for duty statement to 
establish the employee can perform the essential functions of their position safely and fully so long as there 
exists specific, articulable facts that the employee may not be able to perform the essential functions of their 
position safely and fully or prior to the return from an extended absence for an illness/injury. 
 
Uses for non-FMLA/OFLA Care giving - For non-FMLA/OFLA leave, where the employee needs to care for, or arrange 
care for, a parent or grandparent with an illness or injury, the employee may use up to eight (8) hours of sick leave per 
occurrence.  Use of accrued Vacation or comp time may be used for additional leave in such cases. 
 

11.5 Integration with Worker’s Compensation - When an injury occurs in the course of employment, the City’s 

obligation to pay under this sick leave Article is limited to the difference between any disability payment or time lost 
time payment received under Worker’s Compensation Laws and the employee’s gross salary.  In such instances, no 
charges will be made against the employee’s accrued sick leave for the first three (3) days of leave unless they receive 
time loss payments for said days. 
 

11.6 Sick Leave without Pay - In the event the City determines under Section 11.4 that the employee is unable 

to return to work, sick leave without pay may be granted by the City for the remaining period of disability (not to exceed 
six (6) months) after all accrued leave has been exhausted.  Such leave may be extended by the City.  The City may 
require that the employee submit a certificate from a healthcare provider periodically during the period of such disability 
and before returning to work. 
 

11.7 Bereavement Leave - An employee shall be granted up to three (3) days bereavement leave with regular 

salary in the event of death of a spouse, parent, child, sibling, parent-in-law, grandparent, grandchild, or step-
grandchild.  Up to two (2) days leave taken from any other accrued leave shall be granted upon request.  Concurrent 
with the benefit described above, employees will be granted additional leave as provided in accordance with the Oregon 
Family Leave Act. 
 

11.8 No Sick Leave During Layoffs or Certain Other Leaves of Absence - Sick leave shall not be used or 

accrued under the following circumstances: 
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A. During layoff periods or during a leave of absence without pay; 
B. During periods when a City operation is shut down due to strikes.  

 
Sick leave shall not be used during a scheduled leave (i.e., vacation or holiday) if the employee and/or family member 
has an injury or becomes ill. 
 

11.9  Attendance Standard – Employees are expected to maintain regular, reliable, and punctual attendance. 

 

11.10 Abuse of Sick Leave - Abuse of sick leave can be identified as a pattern of abuse.  A pattern of abuse 

includes but is not limited to, repeated use of unscheduled sick leave on or adjacent to weekends, holiday, vacation 
days or paydays.  Leave use associated with care for a sick child is not considered as part of a pattern under this 
section.  Abuse of sick leave shall also include, but is not limited to, falsification of reasons for leave and failure to 
follow City procedures for reporting an absence. 
 
An employee who abuses sick leave benefits shall be subject to disciplinary action up to and including termination. 

ARTICLE 12 - LEAVES OF ABSENCE WITHOUT PAY 
12.1 Leave of Absence Without Pay - After all paid leave is exhausted, a leave of absence without pay may be 

considered.  Requests for a leave of absence without pay shall be submitted by the employee to their immediate 
supervisor who will forward the request, with recommendations and comments, to the department head, who shall 
recommend action and forward to the City Manager. Such leave requests to be implemented must be approved by the 
City Manager, or designee.  Such approval is discretionary. 
 

12.2 Paid Leave Credits During Leave of Absence Without Pay - An employee who is in an absent without 

pay status for eight (8) or more hours during a pay period shall not accrue vacation, sick leave or floating holiday hours 
for that pay period.  
 

12.3 Holidays While on Leave - An employee on leave of approved absence without pay shall not be paid for a 

holiday which occurs while the employee is on such leave. 
 

12.4 Misrepresentation - An employee who has obtained an approved leave of absence without pay through fraud 

or misrepresentation may be discharged by the City. 
 

12.5 Return from Leave - Any employee who is granted a leave of absence and who for any reason fails to return 

to work at the expiration or termination of said leave of absence shall be considered as having resigned his position 
with the City, and his position shall be declared vacant; unless the employee, prior to expiration of his leave of absence 
or prior to the termination date has furnished evidence that they are unable to work by reason of sickness, physical 
disability or other legitimate reasons beyond his control and seeks an extension of leave for such reasons.  Such a 
request for extension shall be made in writing, and will be considered pursuant to Section 12.1 of this Article. 

ARTICLE 13 - OTHER LEAVES OF ABSENCE 
13.1 Jury Duty - Employees shall be granted a leave with pay for service upon a jury on days when the employee 

is normally scheduled to work.  The employee is required to waive any jury duty pay for each day of jury service when 
the employee is paid by the City.  The employee shall be entitled to receive and retain mileage reimbursement for jury 
service.  Upon being excused from jury duty for any day an employee shall immediately contact the supervisor for 
assignment for the remainder of their regular workday. 
 
In no event will the City make payment for jury duty performed on any non-scheduled workday of an employee’s regular 
assigned workweek, or for hours in excess of the hours scheduled for that particular day. 
 

13.2 Court Appearance - Leave with pay will be granted for any City work-related appearance before a court, 

judicial or quasi-judicial body as a witness in response to a subpoena or order by proper authority, compelling his 
attendance under penalty described by law; provided, however, that the salary paid to such employee shall be reduced 
by an amount equal to any compensation received as witness fees.  It shall be the duty of the employee to obtain such 
fees.  Leave of absence with pay shall be granted for attendance in court in connection with an employee’s officially 
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assigned duties, including time required for travel to and from court. 
 

13.3 Military Leave - Military leave shall be granted only to the extent required by Federal and State law and the 

provisions of the City’s administrative regulations applying to military leave. 
 

ARTICLE 14 - INSURANCE, RETIREMENT, WORKER’S COMPENSATION 
14.1 Insurance - All regular full-time employees shall be enrolled in the City’s overall insurance plan providing 

medical, dental and vision insurance.  The coverage shall remain substantially equal to the existing plans in effect at 
the time this agreement is signed.  
  
 Beginning July 1, 2020, the City will pay one-hundred percent (100%) of the monthly premium costs for the 
lowest cost insurance plan for each eligible full-time employee covered by this agreement.  If the employee should 
choose a higher cost insurance plan, the City will pay the equivalent dollar amount of the lowest cost plan towards the 
premium of the employee’s selected plan. 
  
Any costs that exceed what is specified herein shall be borne by the employee through automatic payroll deduction.  
 
The City shall pay the premiums necessary for life insurance coverage in the amount of $50,000 and long-term disability 
coverage of 66 2/3 of salary up to a maximum of $2,000. 
 

14.2  Retirement - The City will continue to participate in the Oregon Public Employees Retirement System or its 

successor as determined by the State of Oregon.  The employee's contribution (currently 6%) to the system will be 
paid by the City.  This employer paid pre-tax contribution is deemed to be picked up for purposes of Internal Revenue 
Code Section 414(h)(2), is assumed and paid by the City of Medford for purposes of ORS 238A.335(2)(b), and 
employees may not receive the assumed amount directly unless allowed by State law.  
 

14.3 Worker’s Compensation - The City will comply with the provisions of the Oregon State Worker’s 

Compensation Act. 

ARTICLE 15 - EMPLOYEE REIMBURSEMENT 
15.1 City Required Travel - When an employee’s duties require travel outside Jackson County, the City agrees 

to provide meal and lodging expenses in accordance with Administrative Regulation 00-9 entitled Travel Expenses and 
Employee Reimbursements. 
 

15.2 Other Transportation - When an employee is required or authorized to use public transportation other than 

their private vehicle such as air, train, boat, taxi, etc., the actual expenses including taxes and other charges shall be 
advanced the employee if possible and, if not advanced, shall be reimbursed to the employee upon presentation of 
receipts to the City.  

ARTICLE 16 - SENIORITY 
16.1 Defined - Seniority, for those employees who are covered by this Agreement shall be the employee’s length 

of continuous service within the employee’s job classification and continuous service from last day of hire within the 
bargaining unit less any time spent on an approved leave of absence without pay, except where the leave of absence 
without pay was in conjunction with authorized military leave, workers’ compensation injury or illness, or FMLA/OFLA 
leave as described in Section 11.1 above. 
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16.2 Limited - Complete loss of seniority will occur if any employee: 

 
A. Quits or fails to report to work as scheduled within three (3) workdays without prior approval; 
B.  Is discharged for just cause; 
C.  Is laid off and fails to respond with written notice to the City of intent to return to work within seven 

(7) calendar days after receiving notice of being recalled.  Employee must also physically return 
and be ready to work within 21 calendar days after receipt of the notice of recall; 

D.  Fails to report to work at the termination of a leave of absence; 
E.  While on leave of absence accepts employment without permission; 
F.  Is retired. 
 

In the event that more than one employee has the same date of hire, the senior will be determined by drawing  numbers 
with the lower number being the most senior.  Probationary new employees shall not have any seniority rights. 

ARTICLE 17 - REDUCTIONS IN PERSONNEL 
17.1 Reduction in Class - Reduction in class not resulting from a layoff situation will be made on the basis of the 

last man promoted to that class if knowledge, skill, ability, and current physical fitness have been demonstrated to be 
acceptable to perform the work.  The employee’s overall performance summary shall be the best evidence of skill and 
ability.  However, employees with ten full years or more of continuous regular service with the City shall have their 
seniority be the sole determinant as to their reduction in class.  The subject in question will be reduced in classification 
to that classification last held permanently.  Additional reduction resulting will be treated similarly. 
 

17.2 Reduction in Force - Reductions in force resulting from a layoff situation will be made in the inverse order 

of seniority, providing that the knowledge, skill, ability, and current physical fitness have been demonstrated to be 
acceptable to perform the work retained.  The employee’s overall performance summary shall be the best evidence of 
knowledge, skill, and ability.  However, in the case of employees with ten (10) full years or more of continuous regular 
service with the City shall have their seniority be the sole determinant as to their being laid off.  When the necessary 
number of personnel are removed from the force, Section 17.1 above will be followed for redistribution of employees. 
 

17.3 Return from Layoff - The City shall, prior to hiring any new personnel, recall individuals laid off.  Such recall 

will be made by the mailing of a certified letter to the last known address of the subject.  The employee shall have 14 
days to return to work from the date of receipt of certified mail notifying that employee of his or her recall from layoff 
status, or the employee will forfeit all recall rights.  Recall will be made on the basis of seniority, providing that 
knowledge, skill, ability, and current physical fitness have been demonstrated to be acceptable to perform the work.  
The employee’s overall annual reviews shall be the best evidence of knowledge, skill, and ability.  However, employees 
with ten (10) full years or more of continuous regular service with the City shall have their seniority be the sole 
determinant as to their being recalled.  Individuals demoted due to reduction in personnel will be allowed the first 
available opening in their previously held classification.  For a layoff in excess of 12 months, the City may require the 
successful completion of a physical examination prior to reinstatement.  Recall rights shall expire two (2) years after 
the date of layoff. 
 
Probationary new employees have no re-employment rights. 
 

17.4 Employee Must Accept Available Work - Employees called back to work after layoff are obligated to take 

bargaining unit work assigned them by the City.  This may or may not necessarily be the job which they performed 
prior to their layoff.  However, when a worker on layoff is offered re-employment per their classification and refuses 
that work assignment, the employee’s recall rights are waived and the City has no further obligation to offer other 
employment to the worker at a future time. 
 

17.5 Advance Notice - The City will endeavor to give 30 days’ advance notice to affected employees of any 

planned or proposed layoffs and/or reduction in force due to lack of work or funds.  Such notice will be given as provided 
for within the provisions of Article 4 - Management Rights of this agreement. 
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ARTICLE 18 - PROBATIONARY PERIOD 
18.1 New Employees - For the purpose of new employees, the term probationary shall mean an employee who 

has not completed 12 calendar months of service within the bargaining unit, uninterrupted by any leave of absence 
without pay. 
 
The Union recognizes the right of the City to terminate probationary employees for any reason, with or without cause, 
and any such termination shall not constitute a violation of this contract. 
 

18.2 Promotional Probationary Period - Any employee who is promoted to a higher position classification within 

the scope of the bargaining unit shall be considered a promotional probationary employee for a period of at least six 
(6) and not to exceed 12 months following such promotion, excluding any time spent on a leave of absence without 
pay.  The grievance procedure contained herein shall apply to such employees; however, an employee on a 
promotional probationary period may, at the City’s discretion, be demoted to their prior position and such demotion 
would not be considered a disciplinary action and therefore not subject to the grievance procedure.  

ARTICLE 19 - DISCIPLINE AND DISCHARGE 
19.1 Discipline - Discipline may include, but not be limited to, written reprimands, suspension, temporary reduction 

in pay, demotion, and termination.  No regular, non-probationary employee shall be disciplined except for just cause.  
All disciplinary action imposed upon an employee, except written reprimands, may be protested as a grievance through 
the regular grievance procedure.  Notwithstanding, the City may discharge probationary employees without just cause 
and such action will not be subject to the grievance procedure.   
 
All corrective action shall be done in a manner which will not embarrass the employee before other employees or the 
public.  Upon request, any employee required to appear before a City representative to discuss matters for which 
disciplinary action is being contemplated, shall be allowed to have a Union representative present during the 
discussion. 
 
A written reprimand may be placed in the personnel file of the affected employee.  Upon the employee’s written request, 
the City will remove the written reprimand from the employee’s personnel file if no other disciplinary action of a similar 
nature occurs within a two (2) year period. 
 

19.2 Just Cause - For the purpose of this agreement, just cause shall be determined in accordance with the 

following guidelines: 
 

A. The employee shall have some warning of the consequences of their conduct, unless the conduct is of such a 
nature that no prior warning is necessary in the eyes of a reasonable person; 

 
B. If a rule or order is the subject of the alleged misconduct, it must be reasonable and applied evenhandedly, if 

appropriate; 
 
C. The City must conduct a reasonable investigation; 
 
D. It must be determined that the employee is guilty of the alleged misconduct or act; 
 
E. The discipline must be appropriate based on the severity of the misconduct; 
 
F. The employee’s past employment record shall be considered, if appropriate, based on the severity of the act. 

 

19.3 Due Process - In the event the City believes an employee may be subject to discipline greater than a written 

reprimand, the following procedural due process shall be followed: 
 

A. The employee shall be notified of the charges or allegations that may subject them to discipline, including the 
relevant facts of the event and policy or other violations; 
 

B. The employee shall be notified of the disciplinary sanctions being considered; 
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C. The employee or representative will be given an opportunity to refute the charges or allegations either in writing 
or orally in an informal hearing.  The employee or representative may present additional evidence or mitigating 
circumstances to the employer; and 
 

D. At their request, the employee will be entitled to be accompanied by a fellow employee or a representative of 
the Union at the informal hearing. 

 

19.4 Pay for Lost Time Less Interim Earnings - Unless otherwise agreed by the parties or directed by an 

arbitrator, an employee reinstated after a discharge which is determined to have been unjust will be reinstated without 
loss of seniority or pay.  The City will reimburse the employee for time lost.  However, deductions shall be made for 
any unemployment compensation received by the employee; and Federal, State, or local taxes normally deducted from 
the employee’s pay shall be withheld. 
 

19.5 Discharge for Falsifying Employment Application - An employee may be subject to discipline up to and 

including discharge if they falsify any portion of their employment application. 

ARTICLE 20 - SETTLEMENT OF DISPUTES 
20.1 Definitions - A grievance shall mean a claim that there has been a violation of the contract.  The grievant 

shall mean an aggrieved employee, and/or the Union.  For the purpose of this procedure "immediate supervisor" is an 
employee who is not a member of the bargaining unit and who has direct administrative or supervisory responsibilities 
over the grievant.  In the area of grievance, "days" as used in this procedure shall be calendar days.   
 

20.2 Procedure - A grievance regarding an employee termination may be submitted directly to Step 4 - Arbitration 

within the ten (10) days of the date of discharge. 
 
Step 1. Immediate Supervisor.  The grievant shall discuss the grievance with his immediate supervisor with the 
objective of informally resolving the grievance.  Said discussion shall occur within 15 days after the grievant becomes 
aware of the act creating the grievance.  Within ten (10) days after initial discussion with the immediate supervisor, if 
the grievance has not been solved informally, the grievant shall file the grievance in writing with his immediate 
supervisor.  The supervisor shall render a written decision within ten (10) days after receiving the grievance. 
 
Step 2. Department Head/designee.  Within ten (10) days, if the grievant is not satisfied with the disposition of the 
grievance at level one (1) they shall file the written grievance with the department head/designee.  The department 
head/designee shall render his written decision within ten (10) days after receiving the grievance. 
 
Step 3. City Manager.  Within ten (10) days, if the aggrieved is not satisfied with the disposition of the grievance at 
level two (2), the grievant shall file an appeal with the City Manager.  The City Manager or his designee, shall hear the 
appeal and render his decision within ten (10) days after receiving it. 
 
Step 4.  Arbitration. 
 

A. If the aggrieved is not satisfied with the disposition of grievance at level three (3), they shall, within ten (10) 
days, file a notice of intent with the Union and the City to appeal the grievance to arbitration. 
 

B. Within ten (10) days after such notice of intent, the City and the Union, unless they can mutually agree to an 
arbitrator, shall request a list of arbitrators from the Employment Relations Board.  This list shall consist of 
seven (7) arbitrators who reside in Oregon or bill from an Oregon address.   
 

C. The arbitrator shall be selected from this list by the striking method. 
 

D. The findings of the arbitrator shall be limited to the terms of this Agreement and the arbitrator shall have no 
authority to amend, modify, alter, or add to or subtract from this Agreement. 
 

E. The decision and award of the arbitrator shall be final and binding on all parties. 
 

20.3  Arbitration Fees and Expenses - The fee and expense of the arbitrator, and any fee associated with the 

selection of an arbitrator, shall be equally divided between the City and the Union.  However, each party shall fully bear 
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the expense of preparing and presenting its own case, including the cost of witnesses and other persons it requires to 
attend the arbitration.  In the event the arbitrator requires a court reporter, the parties will share this expense.  If a court 
reporter is requested independently by either party, the party requesting shall bear the expense.  If the other party 
requests a copy of the report, the parties shall equally divide the court reporter expense. 
 

20.4 Time Limits - All parties subject to these procedures shall be bound by the time limits contained therein 

unless waived by mutual consent.  If either party fails to follow such limits, the following shall result: 
 

A. If the grievant/Union fails to act or respond in a timely fashion, the grievance shall be deemed waived. 
 
 B. If the City fails to respond in a timely fashion, the grievance may be appealed to the next step of the 

grievance procedure. 

 

20.5 Personnel File - All documents, communications, and records dealing with the processing of a grievance 

shall be filed in a separate grievance file.  All disciplinary actions will be placed in the personnel file. 

ARTICLE 21 - SAFETY 
21.1 Safety Obligation - The City shall obey all safety standards imposed by State or Federal law.  Members of 

the bargaining unit shall, in the scope of their employment with the City, comply with all safety regulations applicable 
to such employees.  Alleged City violations shall be processed through appropriate State or Federal regulation 
agencies if such an agency has jurisdiction. 
 

21.2 Protective Clothing - The City shall provide and maintain uniform shirts, pants, coveralls and shop coats for 

employees covered by this agreement.  In addition, the City shall provide any protective clothing or safety wear specially 
required by law, or by the City, for an employee in the performance of City duties.  As to any and all such protective 
clothing and safety wear thus provided by the City, the employees thus provided in this unit shall wear such clothing 
and safety wear at the time and in the manner required by law or as directed by the City.  No employee shall wear or 
use any such protective clothing or safety wear provided by the City anywhere save and except on the job.  The City 
may assess a fair charge to cover loss resulting from failure to exercise reasonable care or for willful destruction of City 
provided safety equipment or clothing in lieu of other disciplinary action. Employees are required to return any safety 
equipment or clothing upon termination. 
 

21.3 Safety Shoes - The city will provide each employee covered by this agreement with a cash allowance of $225 

each fiscal year for the purchase and maintenance of said shoes. 
 

21.4 Failure to Report Accidents May Result in Discipline - Employees are required to immediately report to 

their supervisor any accident or injury, major or minor, which may occur to them.  If then directed by their supervisor, 
employees will report immediately to a healthcare provider approved by the City. 

ARTICLE 22 - GENERAL PROVISIONS 
22.1 Personal Tools - Employees shall provide their own tools. The City shall pay each fulltime employee a tool 

allowance of $675 in the first pay period of each fiscal year.  
 

Employees shall be responsible for the care and security of their own tools, and the City shall not make any additional 
reimbursement for tools that are lost, damaged, or worn out.  
 
The Fleet Services Coordinator is excluded from this provision. 
 

22.2 Security and Access - Bargaining unit members shall cooperate with the City in providing security for personal 

tools.  Tools shall be kept reasonably secure in a lockable tool box.  If security problems develop the City shall require 
tool boxes to be locked up at the end of each shift.  Employees shall have access to their personal tools during off-
duty time in accordance with the following: 

 
A. The parts room shall be kept locked and be off limits to such access. 
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B. Such access shall be limited to employees who have successfully passed their new hire probationary 
period. 

  
C. Employees shall be allowed to bring their private vehicles into the Service Center yard for the purpose 

of loading and unloading tools as long as it does not interfere with City operations.  Such vehicle 
access shall not be construed as allowing employee parking within the Service Center yard. 

 

22.3 Drug and Alcohol Policy - Employees covered by this Agreement who are licensed as Commercial Drivers 

shall be subject to the provisions of the City’s Administrative Regulation 00-05 regarding drug and alcohol testing for 
Commercial Vehicle Drivers.  Employees covered by this agreement agree to follow the provisions of the City’s Drug 
and Alcohol Free Workplace Policy, set forth in Administrative Regulation 00-04 incorporated herein by reference 
except as follows: 
 

Subsection 4 of Section A - City Employees is replaced by the paragraph below: 
 

An employee utilizing any prescribed medications or controlled substances that may affect his ability to safely 
perform assigned duties must immediately report this treatment to his supervisor.  The use of medications or 
controlled substances as part of a prescribed medical treatment program is not grounds for disciplinary action.  
It shall be the employee’s responsibility to determine from their healthcare provider whether a prescribed 
treatment may impair job performance.  Failure to report the use of a prescribed medication or a controlled 
substance which an employee has been informed may affect his abilities to safely perform assigned duties 
may subject an employee to disciplinary action.  In the event there is a question regarding an employee’s ability 
to safely perform assigned duties, clearance from the employee’s healthcare provider will be required. 

 
In the administration of the above-referenced regulations, employees are afforded the following rights: 
  

 The employee shall have the right to a Union representative up to and including the time the sample is given.  
However, this provision shall not unreasonably delay testing.  Nothing herein shall restrict the employee’s right 
to representation under general law.  

 

 If at any point the results of the laboratory testing procedures specified in this Article are negative, all further 
testing shall be discontinued.  The employee will be provided with a copy of the results and all documentation 
on the testing will be sealed and maintained in a secure place.  All negative results will be kept confidential by 
the City.  

 

 Any employee who tests positive shall be given access to all written documentation available from the testing 
laboratory which verifies the accuracy of the testing equipment used in the testing process, the chain of custody 
of the specimen, and the accuracy rate of the laboratory. 

 

 If the results of the test are positive, the employee shall have the right to grieve in accordance with Article 20 
of this Agreement.  

 

 Prior to an employee being questioned or evidence being obtained that may be used against him in a 
disciplinary action he will be advised of the purpose of the investigation and informed that:  

 
“The purpose of this interview and possible collection of physical evidence is to obtain information 
which will assist in the determination of whether administrative action is warranted.  You are going to 
be asked a number of specific questions and may be asked to submit to evidence collection 
procedures, within the scope of this policy, regarding the performance of your official duties.  You have 
a duty to reply to these questions and/or submit to evidence collecting procedures within the scope of 
this policy.  Disciplinary action, including dismissal, may be undertaken if you refuse to cooperate or 
fail to reply fully and truthfully.  Neither your answers nor any information or evidence obtained can be 
used against you in any criminal proceeding.  The answers you furnish and the information or evidence 
resulting there from may be used in the course of disciplinary proceedings which could result in 
disciplinary action up to and including termination.” 

  
Any changes in Administrative Regulation 00-04 which alters the terms and conditions of employment shall be subject 
to bargaining under PECBA. 
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22.4 Tobacco Use - The parties agree effective July 1, 1998, the City may give preference to job applicants who 

do not use tobacco.  No current employee shall be subject to this provision. 

ARTICLE 23 - PERSONNEL RECORDS 
An employee shall have the right to inspect their personnel records as maintained by the Human Resources 
Department.  In addition, a copy of all personnel evaluation reports and disciplinary items placed in an employee’s file 
will be signed and given to said employee.  Signing of these documents will not necessarily be considered to mean 
agreement. 
 
Employees of this bargaining unit shall have the right, upon request, to obtain, at their own expense and on their own 
time, copies of the contents of their personnel file, exclusive of materials placed in the file or received by the City prior 
to the employee’s date of hire. 
 
It is the responsibility of each and every employee to keep the Human Resources Department informed of their latest 
address and telephone number, marital status, and dependent status. 
 
Employees of this bargaining unit shall have the right to respond to any materials placed in their personnel file.  Such 
response shall be attached to the item in question. 

ARTICLE 24 - OTHER EMPLOYMENT 
Other employment shall be permitted only with the express prior written approval of the Human Resources Director.  
Any employee with existing outside employment on the effective date of this Agreement shall notify the City thereof 
within 60 days after the effective date of this Agreement.  To deny outside employment, the City must find that it violates 
one of the following criteria:  (1) that such employment is in conflict with the interest of City employment; (2) that such 
employment detracts from efficiency of the employee in his City work subject to Article 19 Discipline and Discharge; 
(3) that such employment is a discredit to City employment; or (4) that such employment takes preference over the 
requirements of City employment. 

ARTICLE 25 - SAVINGS CLAUSE 
25.1 Savings Clause - Should any portion of this contract be held contrary to law, such decision shall apply only 

to the specific portion thereof directly specified and all other provisions of this Agreement shall remain in full force and 
effect for the duration of this Agreement.  Upon such declaration, the parties agree to immediately negotiate a 
substitute, if possible, for the invalidated portion thereof. 
 

25.2 Maintenance of Standards - All rights, privileges and working conditions enjoyed by employees at the 

present time, which are not included in this Agreement, and which constitute employment relations as defined in ORS 
243.650(7), shall remain in full force, unchanged and unaffected in any matter during the term of this Agreement unless 
the Union is notified by the City of a change in accordance with the PECBA notice provisions, including, without 
limitation, all City personnel policies established by ordinance. 
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ARTICLE 26 - TERMINATION AND REOPENING 
This Agreement shall be effective July 1, 2020, unless specifically referenced in an Article and/or as of the date the 
Agreement is ratified by the City Council, whichever date is the latest, and shall continue in full force and effect through 
June 30, 2023, when it shall terminate.  However, no retroactive wage or benefit shall be granted any employee who 
was not an active employee in a position represented by this bargaining unit on the date of agreement execution. 
 
 
TEAMSTERS LOCAL UNION NO. 223:  CITY OF MEDFORD, OREGON: 
 
 
    

     /Leslie Sloy/                                       /Gary Wheeler/          
Leslie Sloy, Secretary Treasurer   Gary Wheeler, Mayor 
 
 
     04/21/2020       04/16/2020      
Date  Date 
    
       
       /Brian Sjothun/     
  Brian Sjothun, City Manager 
       
 

     04/20/2020      
Date     
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APPENDIX A 
MONTHLY SALARY SCHEDULE 

 
 

  

  
 
Bill Kynsi Provision 
 
In light of the grandfathering of 7.6 Specialized Certification of the previous contract and conversion of hourly 
specialized certification rates to base pay as of July 1, 2018, Bill Kynsi’s achieved specialized certification remains 
$.43 an hour above the hourly base rate.  In light of this difference, he will retain the $.43 an hour above the base 
rate specified in the above salary schedule.  This additional rate will remain in place until otherwise negotiated or if 
he is promoted.  In the event he is promoted to the position of Fleet Service Mechanic, Senior, the $.43 an hour will 
cease to be paid at time of appointment.  He will retain rights to the $.43 an hour pay if he returns to his Fleet Service 
Mechanic position within his probationary period.  For the purpose of continuing this additional pay, it will not be 
affected by any negotiated wage increases to the salary schedule. 
 
 

 


